











PERSONNEL LITERATURE 





Personnel Literature includes selected books, pamphlets, and other 
publications received in the Library of the Civil Service Commission. 





Periodical articles, unpublished dissertations, and microforms are also 
listed. The material is selected on the basis of its interest and sig- 
nificance for Civil Service Commission personnel and its potential use 
for research projects. 


The Index includes all authors listed, both main and analytic entries. 
The Subject Section identifies items by subdivisions of the main cate- 
gories shown monthly, identical with those used in the Library card 
catalog. 


Biennial cumulations of selected materials listed in Personnel Litera 
ture are issued as the Personnel Bibliography Series, each bibliography 
covering one broad area. The Personnel Bibliographies are sold by 
the U. S. Government Printing Office'on an individual basis. 

















AVAILABILITY OF MATERIALS LISTED 





CSC personnel may borrow items listed by calling Exten- 
sion 24436. CSC regional personnel may request items 
on CSC Form 943. Government employees in the Washing- 
ton area should request their agency libraries to make 
borrowing arrangements. 


The Library does not have copies of items listed for 
distribution. It lends materials only to CSC personnel 
and to government libraries in the Washington area. Other 
subscribers wishing to obtain copies should contact their 
local libraries for information about availability of copies 
or Ordering information. 


Microfiche and materials marked ‘‘Ref’’ or ‘‘PR’’ are not 
available for interlibrary loan. 
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APPEALS 

3=1 1e529 =. Un58d 

-S. General Accounting Office. 
Design and administration of the adverse action and appeal systems need to be 
improved; report to the Congress by the Comptroller General of the United States. 
Washington, 1974. 62 pp. (B-179810) 

Describes the adverse action and appeal systems currently in effect for 
Federal employees, previous studies that have been done of the systems, U.S. 
Civil Service Commission proposals for change, and GAO's own findings and recom- 
mendations. 


ASSESSMENT CENTERS 


3=2 
Cohen, Barry M. ; Geen 
The assessment center: whom to develop. Training in business and industry, 
vol. 11, no. 2, February 1974, pp. 19-21, : 
7 i > > > 
Explains how the assessment center works, briefly traces its development, 


and discusses its validity and its use. 


3u3 Tel24 ~D49c 
Development Dimensions, 
Catalog of assessment and development exercises, 1973. Pittsburgh, Pa., 1973. 
32 pp. 


Catalog provides guidelines for setting up an assessment center, information 
on the assessment center technique, descriptive and order information on exercises, 
and a bibliography. 


ATTITU DE SURVEYS 
salad 1e543 -Un35c 
U.S. Civil Service Commission. 
Construction of questionnaires, by Pauline A. Duckworth, Personnel Research and 
Development Center, Bureau of Policies and Standards. Washington, 1973. 61 
(TS-7-73-1) 
Pamphlet of instruction on the development of new questionnaires and the 
improvement of those already in use, 


pp. 


"Various types of questionnaire items and the 
advantages and disadvantages of each are discussed and illustrated, as are in- 
structions in effective item-writing techniques." 

AUTOMATIC DATA PROCESSING--PERSONNEL 


365 











Weisert, Conrad H. 


Professionalism and the computer, Conference Board record, vol. 11, no. 


February 1974, pp. 17-19. 


“3 


Says the author: "The term 'professionalism,' as applied to data processing, 
has been greatly overworked for years and remains somewhat vaguely defined to 
most people...."' Weisert goes on to: (1) define professionalism in terms of 
people and environment and (2) summarize the benefits of using the professional 
approach to the development and maintenance of computerized systems. 


CHANGE, ( )RGANIZATL NAL 


366 





Caruth, Donald L. 
Basic psychology for a systems change. 
February 1974, pp. 10-13. 
Despicts the systems analyst as a change age ' 
tion of a system. Discusses four areas of major concern to him: 


= 
Journal of systems management, vol. 25, no. 


tion, why people resist change, : the i 
this resistance. Recommends antidotes of participation, communication and 


nt involved in the design or implementa~ 
basic human motiva- 

i i hey is é >, and J overcome 
ways in which they resist change, and how to , 
education. 





$s. 
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CHANGE, ORGANIZATIONAL (cont?) 





Duncan, Daniel M. 


A systems view of O. D. Organizational dynamics, vol. 2, no. 3, Winter 1974, 
pp. 14-29, 

The author feels that the traditional human relations view of organization 
development (OD) focuses on only a small part of the organization, He explains 
systemic OD and how focusing on the interrelatedness of the subsystems of an 
organization gives a much better picture of the problems and possible solutions. 
"In summary, systems are easier to change than people, and the effort expended 
has greater potential payoff," 


ites 1d72. -F850 
Franklin, Jerome L, 
Organization development; an annotated bibliography. nn Arbor, University o 


Michigan, Institute for Social Research, Center for Research 0M Utilization of 


Scientific Knowledge, 1973. 104 pp. 

A bibliography to facilitate locating materials on improving organizationa 
performance and organizational development. These materials include theoretical 
statements; empirical analyses; conceptual formulations; case studies; and de- 
scriptions of commonly used techniques. 

— Ld7 ° | 
steele, Fred I. 
Physical settings and organization development. Reading, Mass., Addi ~We 
1973. 150 pp. 

"Two factors constitute environmental competence: (1) the ability to be aware 

of one's physical environment and its impact; and (2) the ability to use or chang 


that environment to suit one's ends." 
Steele considers the environmental competence of individuals, groups and organie- 
zations, and, in part three, looks at it as a change target. 


3-10 HM131 133 
Thayer, Frederick C, 
An end to hierarchy! An end to competition! Organizing the politics and 
economics of survival. New York, New Viewpoints, 1973. 232 pp. 
Author outlines a formal theory of structured nonhierarchical social interaction. 
Discussion of changes in the organizational setting and the work environment is 
included, 


3-11 
Tichy, Noel. 
An interview with Roger Harrison. Journal of applied behavioral science, vol. 9, 
no. 6, November-December 1973, pp. 701-726. 
Roger Harrison is viewed as a change agent by the author. Harrison's strategies, 
tactics and views on organizational development are presented, as well as his 
model for organizational diagnosis. 


3-12 
Walton, Richard E. and Donald P. Warwick. 
The ethics of organization development. Journal of applied behavioral science, 


vol. 9, no. 6, November-December 1973, pp. 681-698. 
The authors discuss numerous ethical questions involving external consultants 


and organization development practitioners. Some of the areas discussed are: in- 
telligence gathering, appraisals, coercion and manipulation, competence, and vio- 
lation of confidentiality. 










CIVIL SERVICE 


3-13 M-Film 

Burt, Silas W. 
Writings on civil service reform 1886-1900. New York, New York Public Library, 
1974, . v. 


A microfilm of the New York Public Library's collection of the writings, notes, 
and newspaper clippings of Silas W. Burt, a nineteenth century civil service re- 
former who served as Chief Examiner to the New York State Civil Service Commission. 
The material covers many aspects of the spoils system and the introduction of the 
merit system in New York, Massachusetts, the city of Philadelphia, and the Federal 
government. 

There are two major papers. The first is a broad history of the genesis of the 
merit system and covers such topics as practical administration, probation, pro- 
motion, removal, "organizations" of civil servants, women in the civil service, 
"higher" positions, veterans preference, pensions, etc. The second paper covers 
the “history of New York politics, 1860- , with especial reference to patronage 
and civil service reform and the role of Chester A. Arthur in civil service reform." 


3-14 1¢23 -In8i 1973 
International Personnel Management Association. 
International symposium on public personnel administration, Salzburg, Austria, 
June 10-14, 1973. Chicago, 1973. lv. 
Reports on a meeting of high public personnel officials from eighteen 
nations. A brief description of the civil service system of each nation and an 
outline of the agenda (including discussion on pay policy, relations with employee 
organizations, ineservice training, recruitment and selection) are given. Bernard 
Rosen and 0. Glenn Stahl were among the representatives from the United States. 


: 1c203 .-Un27g No. 3 1972 
U.S. Bureau of the Census. 
Local government employment in selected metropolitan areas and large counties; 1972. 
Washington, U. S. Govt. Print. Off. 1973. 99 pp. (Government employment 72eno. 3) 
Statistics on employment and payrolls. 
3-16 1¢203 -Un35s 
U.S. Civil Service Commission, 
Statistical summary of reviews of personnel operations of state and local merit 
Systems and state and local agencies administering employment security, public 
health, public welfare, surplus property, civil defense programs, July 1, 1971 
through June 30, 1972. Prepared by Bureau of Intergovernmental Personnel Proe 
grams, Office of Merit Systems, Washington, 1973. 30 pp. 
This report is intended to aid state and local administrators in evaluating 
the effectiveness of their personnel system. It may also be used by Federal 
administrators concerned with maintaining and improving state'and local 


personnel 
administration. 


CIVIL SERVICE, FEDERAL 








3-17 


Cottin, Jonathan. 
U.S. employment to increase by 20,200, IRS and VA to get most of the new jobs. 
National journal reports, vol. 6, no. 6, February 9, 1974, p. 221. 
Projections on growth of the Federal workforce and chart comparing Federal 
with state and local increases, 


3618 


Ford, Gerald R., Jr. 


1c26 eF75r 


Remarks by ... at ceremonies commemorating the 9lst anniversary of the Federal 
Civil Service, Washington, D.C., January 16, 1974. Washington, 1974, 4 pp. 
A salute to the Federal civil service by Vice President Ford. 








CIVIL SERVICE, FEDERAL (Cont*d) 





3-19 
Miller, Edward B. 
The tangled path to an administrative judgeship. Labor law journal, vol. 25, no. 
January 1974, pp. 3-11. 
Edward B. Miller, Chairman of the National Labor Relations Board (NLRB), re- 


lates his findings on why 63 out of 75 interested lawyers gave up on becoming NLRB 
Administrative Law Judges before they even started. "Over 30 percent of those 
who had expressed interest did not follow through with an application because of 
the cumbersome nature of the application and selection procedures!" Chairman 
Miller discusses changes he recommended to the U.S. Civil Service Commission and the 
} Commission's response. 
3-20 HJ2050 =. Un25: 1974 
U.S. Bureau of the Budget. 


| Special analyses: budget of the United States, fiscal year 1975. Washington, 
U.S. Govt. Print. Off., 1974. 249 pp. 
Partial contents: Chapter G, Civilian employment in the executive branch; 


chapter I, Federal manpower programs (includes all programs cla: sified as 


manpower! 


training and employment services); and chapter J, Federal health programs. 


( 3-21 Ice2¢ -Y8fe 1974 : 
} Young, Joseph, ed. 

Federal employee almanac, 1974, 21st ed. Washington, Federal Employees' 

News Digest, 1974. 156 pp. 


Lists new take-home pay tables. Includes information on job rights, fring 
benefits and working conditions. 


CIVIL SERVICE, FOREIGN 








1972 
-22 SS Lah 
3-22 1c166 ~G79A4ci 
Great Britain. Civil Service Department. 
Civil service department; organisation, functions and aims, London, H. M. Stat. 
Off., 1973. 23 pp. 
| 
) COMMUNICATION TECHNIQUES 
3-23 e552 fA It 
Adair, John. 
Training for communication. London, MacDonald, 1973. 205 pp. 
After an opening chapter on the art of communication, the author discusses 
successful and unsuccessful communication techniques used by individuals and 
' 
organizations, 
} Partial contents: Chapter 9, Meetings: the chairman as a leader; chapter 10, 
Interviews: appraising and being appraised; chapter 11, Courses: training for 
} communication. Other chapters on reading, writing, listening, speaking. 
3-24 
} 


Instant communication. Personnel journal, vol. 53, no. 1, January 1974, pp. 65, 74. 

\ Company communication has been improved at General Mills through the installa- 

{ tion of "factfone." A machine called Codeeaephone answers calls, records messages, 

} and transmits prerecorded messages. As many as 160 to 175 calls have been received 
daily, so the company knows that the employees have a built-in interest in the 

subjects discussed--ranging from company benefits to operating procedures, 
















COMMUNICATION TECHNIQUES (Cont'd) 
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325 MeFiche 

Lawson, Warren G, 

Closing the communications gap. Springfield, Va., National Technical Information 
Service, 1973. 33 pp. (AD#761-575) 

"Since communication is so important to organizational effectiveness, the many 
barriers impacting on the system were studied. ... From this research, the most 
important barriers and gateways of an engineering, (physical, physiological) 
psychological, and sociological nature are isolated. The paper oe. provides 
guidance to the military commander or supervisor on recommended methods of improves. 
ing interpersonal communications in organizations." 

Performing organization: U.S. Dept. of the Army, Army War College. 








CONDUCT --EMPLOYEES 





A code of conduct for managers. Management today (Gt. Brit.), December 1973, 
pp. 1378139. 
A discussion of the proposed Code of Conduct under consideration by the members 


of the British Institute of Management (BIM). [The Code itself, guides to good } 


oo ead pe ee ‘ lier EE ile 
practice, and the proposed disciplinary structure are outlined to encourage members 


comments prior to the preparation of a final document. } 


CONFERENCES 





Smart, Bradford D. 


Achieving effective meetings -- not easy, but possible. Training and development 
journal, vol. 28, no. 1, January 1974, pp. 12-17. 

Case study illustrates an organizational development spin-off technique used tc 
make problem solving and decision making meetings of three or more persons effective. 


»_ OR 


mith, Charles B 


e 
For a better meeting, put it in writing. [raining in business and industry, 
vol. 11, no. 2, February 1974, pp. 55856. 
A guide to preparing an information booklet for meetings or conferences, ) 
2a. OO 
Stone, Donald and Alice Stone. 
[The administration of chairs. Public administration review, vol. 34, no. l, } 


January-February 1974, pp. 7l-77. 
An essay on the contribution that good "chair administration" can make to 
any meeting. The authors describe various seating arrangements and their im- 


pacts on participants and propose the establishment of a master's program in 

chair administration. } 
COUNSELING 
3-30 lell.8 -R27p \ 
Reiser, Martin. 

The police department psychologist. Springfield, I11., C. C. Thomas, 1972. } 

119 pp. 

Dr. Reiser, as a practicing police psychologist for the Los Angeles Police 

Department, writes about the many dimensions of his role, such as personal 

counseling, advising on selection and career guidance, and consulting on train- } 

ing programs for recryits and for middle and top management. The role of the | 


psychologist as change agent, as well as the organizational and professional 
problems he might encounter are also treated. 


DECIS LON-MAKT 
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Hartford insurance group recruiting enhanced by computer data use. Comput« 
human resources, vol. 4, no. De. 3- 
M ement trainees recr er I n] ' eT- 
produced kills inven ter j " l t ‘ t 
i tration reports tc Snow prospective emp Lovee he pportunitic« id benefit 
TT EY 
+- 
YO recessil 1 tor rad 
Busin week, no. ] r ry 2, 1974, p. a. 
recast ore job offers for ME graduat¢ nd sli t] highe lari 
last ve - Gre test der is tor finance “counting naiors. j ~ 
comp ed by big drive to hire women MB¢ 
EXECUT J] RESPONSIBILITIE 
63 | 
ma \ 
Kri Rama, 
iness philosophy and executive responsibility. cademy of Ma gement jour 
vol. 16, no. 4, December 19 > Pp. 658-6009, 
OTT maper deals wit yhilo d t cept é t é 
( thei responsibil ) is ler ) é cus mé pu G. é 
study indicates changilr trend in l patter in that more « cutives 
believe hat business should e respo ie » Customers employees at 
public, i to st 
EXECUTLVES- - 
lpander, Guvenc G. 
‘lanning management training programs for organizational development. Personnel 
journal, L. 53, no. 1, January 1974, pp. 1525. 
Ma in an i compan were questioned on: ttitudes ird 
centralization/decentr tion functi lecision t mportanc 
their function; their effectiveness in perf this functio heir « in 
managerial style; and their preferred area: executi development. rom th r 


inswers the author developed a seven unit training program aimed primaril it 
middle managers in tl hopes that they would " ternali ¢ ec I in edie 


to achieve better vertical in 





d horizontal integration within the organi tion." 
| 
2. 65 
Elliott Clifford. 
What lage can do to reak the EDP barri ’ ist tive management 
I l anuary 1974 ‘ ) 
he importance of tx ment involvement to the success of the rgani- 





zation's c mputer systems is discus 





echnical education f ir top management 


is seen as 1 way to overcome communication barriers betw n to nanagement 





semilt 





j 
middle 
y i 
vate 
° gree 





va 
eck . 
; | sas TerTT 
egvon,. vovernor | 
i rement ss s § 
re) . 
. . 
Re ceieibiar is 
in Orego 

















I ' 
| 
l 
: ' 
. “ ) 
lecaorih n . 
r — ‘the 
rmnorat ap 
i 1d 
r. \ ¢ y | be 
1 , : 
ri a 
r | 
bee's 
¥ ) , 
yn 1Zt wit i eve lf i = 
| pe these individual] y 
A | : 
mer ré t er ° I inin LT , . 
DD. 27. 
Electric's "Hie Risk Hig . j a 
‘ ievelopment program Sang EF 1" to 
| Lllenece t 1a Ke issistan e : “ 
yin reé sa inagement ‘ 
aeve opment nnual . 
ag 


i1tu 
r€ 























ei oo. 
LNG (Cont?d) 











Credit or nonecredit: n executive decision. rair nd development jour l C 
pp. 38-43. 
inuing education programs for the business executive--«~ 
| ; | 


rinizes the certicate programs’ of the Management Instit 























's Colleg of Business Administration and the Industri 
Forest College. Concludes that the type of tra 
elected should be the one which would be most meaningful to the particular ecu- 
tive and that he ould be ¢g é credi O lecision « if tl rograr 
selected is -credit me, 
} 
. Te124.5 eUn 
U.S. Civil Service Commission. 
Federal Executive Institute: bulletin 1974-1975 programs, general information, 
share allocation, selection criteria, and nominating procedures, Charlottesvill« 
Va.e, 1973. 46 pp. 
Replaces EI 73 and n Procedures, 
,. 
llig, Bruce R, 
Determining competitiveness of employee benefit systems. Compensation revi 
i. oe 10. , wae juarter 1974, - 8-34, 
of this pape is to outline e areas of l is neé é r the | 
£ the competitivens the employs benefits programs." 
ist tk t company, cos t the np Loyee ne Lue the empl =e \ 
wi y id outside the co ‘ ‘ ypothetical company r 
> € . 
'Brien, Peter > 
Prepaid legal - Compensation revi vol. 6, no. 1, First quarter 1974 
ID. 35~40. 
Discusses who needs legal services, prepaid group plan desigr nd the wt 
fF group legal care 1 fringe benefit in union pacts. 


Police salary and fringe benefits survey. 


Nebraska municipal review, no. 590, September 1973, pp. 12-1 


Ld de 


A survey of 25 small Nebraska municipalities and the fringe benefits which they 
provide for their police personnel. In addition to salary rates and overtime pay 
policy, the survey covers life and hospital insurance, pensions, sick leave, vacati 


time and clothing allowances 


When the employer faces day care decisions: cost-benefit analysis and other decision 
making tools. Sloan management review, vol. 14, no. 3, Spring 1973, pp 1-ll. 
Recommends a process for careful demand analysis by the employer to determi 
he type and the quality of day care needed. functional budgeting s 
means of determining cost-effectiveness, rather than cost-benefit pro- 





posed. 


firginia Municipal League. 
salaries and working conditions of policemen in Virginia police departments. 
Richmond, Va., 1973. 17 pp. (Report no. 54%) 

} 


ludes data on salaries, overtime, vacations, hours of work and sick leav 


Ine 
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3-80 ; 
ef 1¢ it 
Galloway, John P. and Harris K. Goldstein. 
Some influences of family group therapy on the rehabilitation potential of lien 
| Springfield, Va., National Technical Information Service, 1971. 118 pp. PB- - 
"In researching group therapy (April 1968-December 1970), handicapped « I 
a New Orleans rehabilitation center, whose relatives participated 1 wer 
| zroup therapy, displayed a greater improvement in work orient ition, self-esteer 
and satisfaction with and understanding of their home situation than di i contt 
group of clients whose family members did not take part in grout ADV Fin 
of the study support the view that the nuclear family, rathe1 than t vatient 
} must participate in therapeutic procedures if imp roven nt i ( 
that consideration of the patient as an isolated individu i tenabl i 
Performing organization: Delgado Junior Colls \ Orl La. leparti , 
f Rehabilitation. | 
-81 
1e361.5 
U.S. Civil Service Commission. ” , 
[The outstanding handicapped Federal employee of the year; 197 I 
Prepared by Bureau of Recruiting and Examining, Manpower Sour ion Of ‘ 
of Public Policy Employment Programs. Washington, U. S. Govt. |} 
7 PP. (BRE#15) 
Photographs and biographical date on the award winner and the te inali . 
HEALTH, EMPLOYEE 
3-82 
| Moran, Robert D. 
Practical problems in stopping on-the-job noise pollution. Journal f ccul i | 
medicine, vol. 16, no. 1, January 1974, pp, 19821. 
The author, Chairman, Occupational Safety and Health Review Commission, discusss 
the problems of accurately measuring noise polluti« in f developing effective 
and enforceable noise pollution legislation. 
-83 


Shephard, Roy J. 


The energy requirements of work. Journal of occupational medicine, vol. 16, no. 1, 
January 1974, pp. 14-18. 

"This report first examines practical applications of energy cost figures wit 
a view to specifying appropriate methods of data collection." Energy requirement 
of particular groups (obese, older, disabled) and trends in work patterns are also 
considered. 


HEALTH MANPOWER 





3-84 M-Fiche 


Bi 


iron, Leta. 
Health care teams--how do they work. Springfield, Va., National Technical Infor- 
mation Service, 1973. 63 pp. (PB-218-054) 

"The objective of this seminar was to give the participants an awareness »f the 
variables involved in working on health care teams so that they will be able to 
diagnose the different factors that either hinder or help that teams performance. 
Key issues were explored and delineated. Problems and possible solutions were 
identified and discussed. Participants rotated through four workshops covering 
the following areas: Training the health team together; external forces; internal 
forces; leadership and decision-making." 

Performing organization: Maryland Regional Medical Program, Division of Health 
Manpower Development. 

Summary of proceedings Monday series (2d), 9-10 October 1972. 
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ipos, Leonar id Paul McCormick. 
Introduce yourself to transactional nalysis; primer. stockton, Calif. 
san Joaquin Institute, 1972. 24 pp. 
An explanation of the basic principles and brief list sugges ré i . 
tt. Dru. 
Motivation from the TA viewpoint. Personnel | » J ry-rel 
197 pp. S19. 
thorough discussio1 f I cti l é 
the theory' pplicabilit in the I i , 
LVI WARD 
rsh Ch rles } ° 
rredictin rrecti es ce i pi r 
l I e Tins Lé ] Va. \ « nic l l ) 
2§ pp. (AD-758-418) 
, 
' Y é ) ) é l t if é « 
icentive pt ral maki Lov < contim C I 
1t! lif fe 5 C ter ) - Jat t ) T 
etainin tficer i certai ‘ t , 
et! r relating incent ‘ r icer quali car I t ctit 
our¢ F cor i i Ps 
Performin I ni tion: U. Department of the Cent for N 
a4 . > I Ce I >t l€ ° 
lan, k y e 
Temporar i I t i t r é I 4 
vol. 38, no. ebruary 1973, pp. 10, . 
ne tio Ff tl mobility ro ic t I 
r 1970. rhe t r.4 personnel mat emé eci th a ‘ 
f the wv. ‘ il Service Commi ion. 
top issue in mobility assignments, Federal times, vol. 9, no. 47, Janua1 
1974, p. 18 
Brief article on m of Federal employes under the Intergovern- 
mental Personnel Act a egarding per diem allowance | pr 
innua | ck le [ee A chart indicating the number E Fe np | f ve 
participated in the personnel mobility assignme Ss progral ine ' l wn. 
Jee 9 7 lell.5 Un35ip 


25. Civil Service Commission, 
Intergovernmental Personnel Act grant awards for fiscal year 197% Prepared by 
Bureau of Intergovernmental Personnel Programs, Office of Program Management 


Personnel Management Information Service, Washington l Sis Ppp. 
Lists grants to state and local governments to help the trenethen their 


personnel systems and training programs. National progran re 


two pages, 
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rati rules nd legislat I t 
\NAIL Ee 
Civil Service Commission. 
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JOB ANALYSIS (Cont 'd) 












































1( } . 
: U.S. Department of the Air Force. 
Task difficult and task aptitude benchmark scales for the administ ive anc 
ceneral career fields, by John W. K. Fugill. Lackland Air Force se, S; 
tr Force Human Resources Laboratory, Manpower and Personnel Systems ivisi > 
1973. 14 pp. (AFHRL- TR- 73-13) 
This report discusses "the feasibility of inferrir relative task diff | 
values and relative task aptitude requirements for a variet f é 
General and Administrati rk areas. It was established tt f 
t iship between rel é sk ¢ f ] l ; 
rs, and the correspondir l i ve St le é Lrer S; 
xehavioral scientists. 
OB ENRICHMENT AND ENLARGEMENT 
er - William. 
Motivate them through their jobs. upervi r lar rement ° ebt 
{ 1974, pp. 28-32. 
( Pinpoints requirement for worker t be truly é 
rests iction plar for job enrichme Ce 
- ) 
slair, Jon. 
[Three studies in improving clerical work. Personnel management . Bri 
rol. 6, no. ebruary 1974, pp. 34-37. 
| [The first case study in s article focuses on the clerical r i 
British Civil Service Department. The second study report n the I izati 
f the bargaining and pay structure of a commercial fi é = 
richment. Th third case is on the enriching side-effect 
} ition of customer records lil ervice company. 
- 106 
larke tuart H, 
Job enrichment nd producti ty. Recreation management fe 3 e < If 
1973, DD. Be 30 
ar. Gi Veput Ssistant vecretary for ninistration d M gement t 
HEW, spoke n the use of job enrichment in increasing product it t io 
action, successful examples of job enrichment at General | ds =?) 1 
and Texas Instruments were ited. Mention v 1lso made of the rols« com - 
sponsored recreation programs that contribute to overeall job satisfact ° 
Address delivered at the 32nd Annual National Industrial ect t s 
Conference and Exhibit in Indianapolis, 
-107 
Lut! Fre d ind William ihe Re ct. 
Job enrichment: long on theory, short on practice. Organizational dynamics, 
vol. 2, no. 3, Winter 1974, pp. 30-38,43-49, 
Reports on a survey on the present use of job enrichment J.E.) by } industr 
companies, and makes predictions on the directions future use will take. e au 
isked companies if J.E. is used--on a formal or informal basi the pe f I 
f being enriched, how programs are evaluated, and their future plan: * J. h< 
results of the survey showed that J.E. does not seem to be ery \v ely underst 
or practiced. 
) Comments on the authors' survey and conclusions are offered by: George trau 
Rensis Likert, Irving Bluestone, and Richard C,. Walton, 
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who view policy decisi 
Doctoral dissertation 


bstracts International, 
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is non-supportive." 





University of Colorado, 


vol. 34, no. 4, October 


industrial relations journal 




















1973. Abstracted in Dissertatior 


1973 Ppp. 1419“/A 





mol. 21< no. ! January 1974, pp. 21-25. 

Discusse trategies that re necessa to revive in employee's commitment to , 
nd to eliminate today's "on-the-job retirement.'' Focuses on job enrichment 
xperiments where the individual rather th the task has been of primary concert 

7 
['regoe, Benjamin B. 
Enrichment and training, [raining in business and industry, vol. 11, no. 2 
February 1974 pe 22,44, 
Points out mise ncey yr itfalls that often defeat job enrichment 
Maintairz that job enrix t can be accomplished without job restructuring, 
I TON 
l Lé : o ME p 
Morris, J. Walker. 
Princip etic f jot luation. J eineman 1973. 194 ‘ 
-11]1 
€ £ 1¢ ) rtc - 
Y lo. i 1] ide yt n program Conference Board 
record, vol, Li, ° yruar 7 326 i 
se sut resul hed some li ) *S. companies with large 
ivestmen yversea orldwide job evaluati programs and others do not. 
1] rm b e\ l iti s € were I In t¢ oT: re common among larger firms, 
t e wit i pen i 1 tl é é ifyi them- 
t ) . 
r ATI 
7 
] 
l Jenny. 

perime i job t ‘ Persor mana 1¢ Cot. Brits? vol. 6, mo. 3 
inuary 174, pp. -33. 

slake I 11 ral scientist for Philip Industries, discusses the difficul- 
ties of research on the "qualit 1 working Life" and describes her own studies ir 

ralv ssembly factory. she investigated ie plant's high rate of absenteeisn 

d the tre ind dissatisfaction that were responsible for it. 

17 PI 1e543.5 ° 
| in, Warre 
) lienation ft ) d perceived rt r worl tiviti¢ in the 
Federal yvernment. n \rbor, Mich., Universit ficrofilms, 1973. 32 pp. 

Py essional and managerial personnel v r three Federal agencies were 
the bjectS8 of this study of lienation fr [he hypothesis was that the 
variable most important in determining alienation was the perceived effect of 
managerial policy rather than the inability to exert control over the policy's 
formulation. Other variables wi 1lso studied for their relationship to aliena- 
tion. The findings suggest t t “alienation is more likely to result among groups 





es 
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JOB SATISFACTION (Cont'd) 


3-119 


M-Fiche 


A > T 


licholson, Edward A., Jr. and Roger D. Roderick. 
multivariate analysis of some correlates of job satisfaction among men age 45 
to 59, Springfield, Va., National Technical Information Service, 1972. 27pp. 
(PB-213-520) 

"The paper identifies and measures the strength of some of the correlates of 
job satisfaction among men aged 45 to 59. The sample includes 4,545 cases, a 
subset of a larger sample from the national longitudinal surveys of the labor 

yrce. Hourly rate of pay, occupation, health, and motivation to work emerge as 
the variables with greatest explanatory power. Also, high educational attainment 
relative to others in the same 3-digit occupation is negatively associated to high 
' 


job satisfaction, while low attainment relative to others is positively associated. 


Performing organization: Ohio State University, Center for Human Resource Research 


-120 1e543.9 .Sh2s 
Sharples, Darreld K. 
A study of the predictive relationship between absenteeism of classified civil 
service personnel and job satisfaction/job dissatisfaction. Ann Arbor, Mich., 
University Microfilms, 1973. 230 pp. 

The predictive relationship between absenteeism and job satisfaction/ job dise 
satisfaction, and the relationships between high and low absentees and "certain 
biological and biographical factors identified by various research studies as 
being causes of high absence" are examined. Respondents were classified civil 
service personnel in an institution of higher education and were scored on the 
Job Description Index. The study established that a link can be found between 
low absenteeism/ job satisfaction and high absenteeism/job dissatisfaction, The 
data conformed more closely to the single continuum theoretical approach than to 
Herzberg's motivation-hygiene or two continuum approach to job satisfaction. 

Doctoral dissertation, Ohio University, 1973. Abstracted in Dissertation 
Abstracts International vol. 34, no. 5, November 1973, pp. 2240-A=2241-A, 





2.399 M-Fiche 
Smith, Dennis A, 
A study of the applicability of regression methods to job satisfaction analysis. 
Springfield, Va., National Technical Information Service, 1972. 192 pp. 
(AD-754-159) 
"The research concerns the measurement of attitudes regarding job satisfaction 
and the isolation of factors influencing the variation in the levels of satisfaction. 
it also evaluates the effectiveness of the linear regression method as a means of 
satistical analysis for the determination of those variables that have an effect 
on explaining the variation in job satisfaction." 
Master's thesis, Air Force Institute of Technology, 1972. 
3-122 
Smith, James V. 
Is everybody happy? Personnel journal, vol. 53, no. 1, January 1974, pp. 26-29. 
“Short of a major overhaul of the American industrial system, there is little 
chance of lifting the anxieties or providing meaningful employment for a vast 
number of employees." The author recommends seven positive steps that 


he feels 
will help alleviate workers' negative feelings. 


LABOR FORCE 
3-123 
Rhine, Shirley H. 
The emergence of the social scientist. Conference Board record, vol. 11, no, 2, 
February 1974, pp. 38-46. 
Discusses the influx of social scientists into the labor force, both public 
and private, primarily during the period 1960-1970. Following a brief background 
of the reasons for the increasing trends, the author pinpoints the kinds of social 
scientists that have been in demand, who is employing them (by industry group), 
their educational attainment and their average earnings. The article includes a 
variety of charts and other illustrations. 


— 





LABOR-MANGEMENT RELATIONS (PUBLIC SERVICE) 





3-124 HD6508 -Am 3] 1973 
American Federation of Labor and Congress of Industrial Organizations. 
} = 1 ’ 4 ioanez *ONVeT : 
f Policy resolutions adopted October 1973 by the Tenth Constitutional Convention. 
Washington, 1973. 123 pp. 


| Included under government employees programs are resoultions concerning 
} employee collective bargaining, union-management relations in the Federal govern- 


° P . Ps . . 7 > - ‘anal SOT 
| ment, pay, retirement, political activity, job protection, and Panama Canal labor 
relations. 

-125 
) 
bennett, George. 
| New horizons for mediation. Personnel, vol. 51, no. 1, January-February 1974 
pp. 43-52. 

Discusses the mediation process and the increasingly significant role it play: 
| in settling public sector labor-management disputes. 

. Bos . ce ; 
} includes three brief case studies of how mediation has been used in major cit 

an | A \ . 
\ = - 
126 Law eH3lg Labr. 


Hawaii. University. Industrial Relations Center. 
Guide to statutory provisions in public sector collective bargaining; scope of 
negotiations, by Joyce M. Najita. Honolulu, 1973. 57 Pppe (Occasional 
publication no. 92) 
Analysis and summary of state laws, municipal ordinances and personnel rules 
and regulations and a statesbyestate legal provision finder (including the 
} District of Columbia). 


—————— 


at ‘3 
3-127 Law eH3lgu Labr. 
Hawaii. University. Industrial Relations Center, 


h 


Guide to statutory provisions in public sector collective bargaining; union 
M, Najita and Dennis T. Ogawa. Honolulu, 1973. 28 pp. 


security, by Joyce 
(Occasional publication no. 93) 

Analysis and summary of state Laws, municipal ordinances and personnel rules 
and regulations and a state-by-state legal provision finder (including the District 
of Columbia). 

3-128 
Ingrassia, Anthony F, 


Id214 -in4r 


Productivity improvement and labor-manageement relations; remarks by ... at Third 
Annual Conference, Challenges in Public Sector Labor Relations, Center of Adult 
| Education, University of Maryland, College Park, Md. Washington, U. S. Civil 
Service Commission, 1973. 15 pp. 
Remarks on current Federal activities in the area of productivity improvement 
| and particularly on the Civil Service Commission's responsibilities relating to 
productivity @nd labor-management relations. Comments on "productivity bargaining" 
and the role of unions, 
| 3-129 1e621 -P96p No. 43 
International Personnel Management Association. 
Bargaining unit issues: problems, criteria, tactics, by Thomas P. Gilroy and 


Anthony C, Russo. Chicago, 1973. 62 pp. (Public employee relations library 
no. 43). 
Authors “review the legal framework in the private sector, the federal service, 
} and in state and local government. They discuss in length the question of unit 


proliferation and five arguments for and against 'board' units. The unit determina- 
tion criteria used in a variety of jurisdictions are presented and discussed." 
Authors also examine the problems of including supervisors in units composed 
primarily of rank-and-file employees, and of units for supervisors, professionals, 
and managers. 
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effectively 


it it does not simply focus on objective setting 








13 
yeker, Delbert M. and Terence - Mitchell. 
Leader behavior: in expectancy theory appro ch. Springfiel lat 
cl 1 Informatior YE TV1ICceE 1973. Oo pp. \D- 760-327) 

"The paper suggests some ft thematical modifications of expe ( theory whi< 
<tend its use to the prediction of leader behavior. Data from iel tudys f 
val aviation maintenanc crews and field study f public wor I é C 

Dp supervisor: found that leader' ctual behavior c be ! ‘ ) 
the theory. es ré il l st > 4 ect cy the ry t t! l y 
to account for leader behavior in 4a !1 | e settilr but I is er- 
stand the antecedents < such bel ier." 

Performing or lization: Washingtor iversity, De rtment Psyc , 

’ , , -Fic 
rT stanley J. 
¢ ] hi } , . c 
‘ hip - r of su> sor j e ~ Llitatio ihe al 
. vation Lechni< I yrmati ert 1 

" 1968-1970 ‘i oe) a - : ; x 197] , vt . i -Z21 5-144) 

t tentio C state rehabili- 
t C10! i ncy \ related t sup isors' leadershi Recs 4 - 

t Lt tor Pi , 

t he Lt de nine¢ hat the ize f the reani t 4 a ‘ 
leader hip pattern selecte y the supervisors. a ership be sic ail 
by the supervisor corresponded with the supervisor's leadership 1 ; 

erceived b ie counselors. The job satisfactic inventor it 
‘fective predictor of employee retention.' 
Performing or 1ization: Georgia State University. 
| 
nese Robert. 
The management I a hority. eAets ivance nanagement journal ol. 39, no. 1 
January 1974, pp. 57-64, 

"In sum, the role of authority business organizations is changing but n 
é asing. So long as managers avoid the arbitrary and autocratic 

ractices that led to the current crisis of authority, the role of authority can 
be increased without alienating employees from organizational goals," 
13 1 
Daugherty, Robert 
Management«by-ob j ives. Mi ut ici 1 revier rol. 38 ' Februar : 
1973, pp. 18-20. 
definiti 11 explanation of management-by-objectives (MBO) along with a 
case stuc of i ipplication in a local, non-profit community action agency. 
3-140 
Kirchhoff, Bruce A. 
Using objectives: the critical variable in effecting MBO. Michigan business 
review, vol. 26, no. 1, January 1974, 17-21. 
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75 
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4, Winter 1973, 


Suggests periodic 


12 to 18 months, 


id P. Hatcher. 
f the seesaw up. Journal of Navy civilian manpower management, 
pp. 1-5. 


After listing ways in which managers may receive instructions, authors point 


often and even conflicting and suggest 


inconsistent 


are 


method 


tor 


handling them. 
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Annual manpower planning report, 
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U.S. Department of the Navy. 
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Management, 
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1s well 
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construction of 


resources. Benefits 
[The primary 
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selected labor 


included in the 


mode 


Annual 


organizati 


understanding change, career 


lelive 
o 1 no 
1 ha«< } 
Ll-=based 


values and assetse-that 


include 


purpose of th 


resource planning system that 


ireas, New 


ind the 


1d228 


Integrated manpower and program planning models for laboratory management. 


"This 


pared by Office of Civilian Manpower Management. Washington, 1973. 34 pp. 
uper discusses manpower planning systems for a large Naval laboratory 
an integrated point of view. T includes 


which are being developed 
implementation results of a goal programming model with embedded Markov processes 
to assist 
methods usec 
integration of technical program, 
verification of initial results of model application and a discussion of other 
analyses which are being used in addition to the models. 

Presentation at the 44th National Operations 


ing, San 


the 
to bring together manpower and budgetary information through the 


staffing plans. 


financial, and personnel data, 


November 13, 


A description is given of 


Included 


search Society of America 


Manpower 
these counties, the report 
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Denzler, Richard D. 
People and productivity: Do they still equal 
vol. 53, no. 1, January 1974, pp. 59-63. 


The 


motivation 


and 
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ob 
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author reports on some of the 


conflicting 


ind profits? 


conclusions 
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eport no, 610) 
Report esulted fr a. , 
] € O er i COI 
T d | = ° < 
ical 1d ¢ < ie irectors and 1 rbi Ve , ‘ 
cerni Cc , lth care program that ( 
ecti pas = Se , 
’ 
, r, Hy bas eil ° 1 ner. 
f - 1 + n + . 
A C . soc 
Pp. 
roject ed here sought t t t ri t 
r t worker | t € t I i is] } me en~ ] I ‘ 
¢ study s conducted n Net rk Cit 1 a ¢ ] é ( 
y's clothing industry wi the cooperat both n ge t . 
he it yrs tt mnpt t sh »y t t rkxeers é t rv i 
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ORAI 
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tles, Will is Bhs 
Ww t car t r t >I e¢ nor i ret r 7O . ’ ° . r 
y I, De #10, 
w the sunervi r¢ lleviate p 4 rales l bot e! id > 
ré Re etl tried b i¢ in this c r Y . 
21 
enzer Williar . 
[The mechanizatior f Emily. .\dministrative m gement , ‘ 
1974, pp. 52-54,56,58. 

[he iuthor, in industrial psycho] ei t é r ibe word Ce r or 
ment for secretaries--its organization, cl ic ics 1 ac r c 
employee morale. e concludes t thi te is eh iniz 

J ’ 1 ; ; if - 
ome ways of minimiZil personnel roble I isual] icc it i eme 
tion. 
{OTIVATION 
15: .B46 
est Fred ex 
SL, + , 7 
Tt £ ' CS esate  _ . j £4 , —— 1 
the future of work, Englewood Cliffs, |! e, rrentice- Law yee ‘ 

A book of readings addressed to the evolving nature of work in fluen 
and technological societies. It looks at 1e role of work in meeti LUM need 
in the past and in the future and speculates on the effects of technolos yrganizae 
tional conditions, leisure, education and income, "The predictions this volume 
ire based upon a faith in our human need seek fulfillment of our tot capacities 


journal, 


studies on 


satisfaction. 


He 


concludes that most 


workers would probably 


f 


like more money 
their problems is simply to ask them." 
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"best 
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Mitchell, Terence 


Prentice-Hall, 


organizational 
organizations, 
zations. 
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behavior, 
individual 





339 
Designed for an advanced undergraduate or a beginning graduate 





pp. 
level 
rational characteristics 
} 


A 


the 
in organizations 


this book considers 


and group behavior and change 


course 


Motivation and participation: an integration. \cademy of Management journal] 
vol. 16, no. 4, December 1973, pp. 670-679. 

[he article attempts to reconcile and integrate some of the conflicting 

elements between the task-motivated, rational cientific management approac 

id the human relations approach to organizati« ‘ It is suggested that "expect 
theory, a highly 'rational' theor f work motivatior could incorporate many o 
th tenets of the human relations, participati pproach to management. 

"It is not sugges ed that participation i tl Ly y t increas »b eff t 
yr the theoretic comp t that lead to effort.' 

-] 
I rick, Donald and T. Clift Read. 

e Patrick-Read needs profils practical use of behavioral cience theory. 
Canadian personnel and industrial relations journal, vol. 2l, no. 1 Januar 
1974, pp. 13-20. 

Complete with graphic illustrations this rticle offer 1 ;tem ic method 
(the Patrick-Read needs prol le based n M lLow' eory) or diagn ig employe 
need and understanding changing behavior. Emphasi is placed on using the techni 

connection with counseling or motivatir the suborbinate toward sol Ve yehavir 

'Rer Chip. 
ww employee-oriented firms meet the future, imi trative mana ent es 
Be ra February 19 +, DD. 91-53. 

",.. If a company expects loyalty from its employees, it must be 1 il ar 

volved with them. [The employee-oriented firm realizes that solution t r 
hallenge that it ces i th uture ill id on t reedom of indivi ] 

-ontribute modest] xr greatly Describe echniques useé t SEVE 1 fi 
t develop |! il ty id higher motivation. 

CCUPATIOD ND QO YN ( 
M-Fich 
ridan, John E. 
1e expectancy theory o iotivation; a model of jol electi ‘ pringfield 
i National Technical Information Service 1973. 5 pp. (PB-219-623) 
"Forty-nine nursing school graduates participated in field study whicl 
examined the motivational determinants of the n es' job selection. I result 
indicate that the nurses' implicitly identified t ir choice preferences wes 
before they formally accepted the job." 
Doctoral dissertation, Pennsylvanié t it 19 ‘ tr 1 ji 
Dissertation Abstracts Internati 1] l : lctober ‘7% 7-A. 
LDER WORKER 
Foegen, - H. 
Toward a discretionary work ethic. Labor law journal Vol, Zo, SB. i January 1974 
Ppe 12017. 
"..Despit th hort-run appeal of greater leisure due to mandatory retirement 
ind even to voluntary early retirement, the arbitrary cutoff at common ag¢ 
warrants new con F [The merits of forced leisure are being questioned." 
ORGANIZATIONS 
3-1 yy 1d72.9 -B63« 
Bobbitt, H. Randolph, Jr. 

Organizational behavior; understanding and prediction. Englewood Cliffs, N.J. 


of 


formal 


in organie- 





ORLENTATION 
3-165 
LaMotte, Thomas. 

Making e i i 

Making employee orientation work. Personnel 

1974, pp. 35837, 44, 


journal, vol. 53, no. 1, January 


A reg F 7 > > > . ; ; : 
1 regularly scheduled well-conceived orientation program at Fairview General 


Hospital not only gives new employees a feeling of belonging but creates 


attitude towards the hospital itself, oa 


a . An informal atmosphere, the participation 
. . ey eee and the use of a slidestape program are important parts of 
1e initia ienté 3 ti cf ' 

ne ial orientation. Bulletins, staff development programs, small meetings 

a beet smé gs 
with administrators, and the use of specially prepared e 
means used to further the orientation . . 

OVERSEAS PERSONNEL 


television programs are 





3-166 
Johnston, Mary B, 


[raining needs of overseas Americans as seen by their national co-workers i 
I v rena onal wi Kers n 

pp. 1-4. 

ea , : yall 

Reports a study which confirms findings of an earlier 


wu Z A . . 
Like overseas Americans, Asian nationals see 


Asia. Social change, vol. 3, no. 4, 1973, 


3, ; 

one on training needs. 

C234 : P 1s the top three training needs: 
vuman relations skill, (2) understanding of other culture, and (3) ability 


t " 


to adapt. 
3-167 
Noer, David M. 
Integrating foreign service employees to home organization: The 
Personnel journal, vol. 53, no. 1, January 1974, pp. 45-51. 
The "godfather" system is suggested as one way of helping to reintegrate an 
overseas employee into the home country organization. 


godfather approach. 


a It provides for the assign- 
ment of a home country manager (godfather) to each employee, a means for them to 


communicate while the employee is away, and a contact when he returns. 


PAY 


AL 
3- 168 le52 -B4le 
Belcher, David W. 
Compensation administration, Englewood Cliffs, N.J., Prentice-Hall, 1974. 
606 pp. 


This new edition employs new models to analyze current compensation practices, 
Topics covered include financial and nonfinancial reward structures, compensation for 
for special employee groups (sales personnel, and managers and professionals), the 
comparison process and job evaluation, 

Previous editions published under the title Wage and Salary Administration. 





3-169 
Earnings of manpower program graduates. Manpower, vol. 6, no. l, January 1974, 
De 2hs 
Chart indicates average hourly earnings of worker-trainees in four selected 
manpower programs for fiscal year 1973. Category break-outs are: sex, race/ 
ethnic group, and age. 


3-170 Ic166 .G79A4re 1973 
Great Britain, Civil Service Department. 
Ready reckoner for staff costs. 1973 ed. Prepared by Management Services 
(Accountancy) Division. London, 1973. 15 pp. 


Tables listing average salary and other costs by job title and grade. 
3-171 
Swannack, A. R. and P. J. Samuel. 
The added value of men and materials. Personnel management, (Gt. Brit.), vol. 6, 
no. 2, February 1974, pp. 26-29, 41, 43. 

Added value is explored as one means of calculating compensation. "The scheme 
is based on the principle that a certain ratio eg labour cost/added value of labour 
cost/sales value is allocated as an entitlement for wages/salaries. Any surplus 
arising from the difference between this entitlement and the actual difference 
between wage/salary costs creates a bonus fund which is apportioned between the 
company and the participants in predetermined proportions." The authors also 
discuss how to make such a plan understood by management and labor and how to 
gain their effective support, as well as some problem areas. 
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February 1974, pp. 62-68. 
The demand for compliance with equal employment oppor 
say the authors, affords corporate executives the chanc 


systems. The end result? An organization responsive to 


ployees and the business. 





176 M 
lunnette, Marvin D,. 

Performance equals ability and what. Springfield, Va. 

Information Service, 1973. 30 pp. (AD-757-079 

"Results of several research studies designed t luate 
ork motivation are presented. ... It is argued from ré 
ies that simpler measures rather than more complicate é ‘ é t 
is psychologists continue to try to account rf 

rformance. Less should be said about 'motivation' 7 
about the d Sional make ) f the WHAT term in e ¢ 1ati r 
ibility and what." 

Performing organization: Minnesota niversity, Center r f tuds f - 
zational Performance and Human Effectiveness. 

- 
raen, GLeorge ind otne . 
Leadership behaviors Ss cues to perfor ce evaluati ‘ é \ 
vol. 16, no. 4, December 1973, pp. 611-623. 
research study poses a series of questior the relationship betwee 
leader behavior and the ubordinate's ability t obtair rma t bot 
current performance. .An attempt is made to specify the conditi under whi< 
cues from superiors "can generate better than chance estimate: the uperior' 
assessments....'' Participants in the study were the managerial ipport 
staff of a large industrial corporation's home ffice. 
PERSONNEI DMINI RATION 
17 item . I 
Eisenberg, Terry, Deborah A, Kent, and Charles R. Wall. 
Police personnel practices in state and local governments. Washington Internat 
Association of Chiefs of Police and Police Foundation, 19 . 136 pp. 

Survey findings. Analysis of data by all reporting cies 1c 
ind by size of municipal agency. 

Published in cooperation with Educational Testi ervice. 

3-17 é oie ) 
leishman, Edwin A. and Alan R. Bass, eds. 
Studies in personnel and industrial psychology, l ed. lomewood, I11, Dorse\ 
Press, 1974. 623 ppe 

, book f readings, about half of which are new to this edition. 1e book Ss 
designed to be used in personnel and organizational psychology courses, Part 
contents: Criterion development and performance appraisal; Personnel selection 
[raining employees and managers; Motivation, attitudes and job sa faction 
Leadership and supervision; Communication and organizational behavior; and Fati 
iccidents and conditions of work, 

-17¢ lel! -F86i 
raser, John M, 
Introduction to personnel management. London, T. Nelson, 1971. 198 : 

"This book is an attempt to set out personnel as a function of management 
which must be approached in the same terms as marketing, production, finance, or 
iny other."' Case studies and further readings are included, 

3-177 
Froehlich, Herbert P. and Dennis A. Hawver. 
Compliance spinoff: better personnel systems. Personnel, vol. 51, no. 1, January- 
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to improve their personne] | 
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procedures; guidance n sé up De oO | ( tme 
titute of Personnel Ma ement, 1973. pp. 
Chapters on manpower planning, manpower development muner 
é tio and service costing personnel man ment d ke in 
t Robert . 
) comput ;simulat ) corporate empl< é ffice. | I 
Le . a January 197 pp. - 
"The results f eare lo! t é 
{ i 
1 personne i é 
Yr Ci ¢ } 
uggested t i ode ouls evelops ‘ 
/ i in tl pé onn¢ department. 
IEL PRACTICI 
' 
icil of tate | YI nts. 
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I rve ¢ i ed ce i t t y 
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| tional Tec wal 7 rmat rvic ¥ MA : & % 
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inite re ement y rd 11 lot 
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. € ° . } Liene - Beckham, 
{ 
utomated qualification ventory file for electronic tec ici - 
‘ National Technical Information Servics 1972. 19 pp. (COM-7 3-106 
in automated qualification iventor i 
fi .-. A time-share computer is us¢ 
n 1. Data records and file format re « 
1il. Examples of ctual é f the system are shown. Of specific 
i the low overall operational cost of the system, ease f t 
te the probable pp catic tc ther career ds," 
Irganizatio tional Weather Servic« ’ ee! divi 
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UTILIZATION (Cont'd) 
Shiff, Robert A. 
We need no secretaries. The Office, vol. 79, no. 2, February 1974, pp. 1820. 
Examines utilization and tasks of the secretary and time consuming duties of 
the executive. Suggests that many of the executive's tasks could be delegated to 
support personnel and that secretaries provide an excellent source for parapro-# 




















fessional assistants. "Task analysis, time distributions and activity profiles 
of secretaries and principals can help develop two related systems: word proe- 
cessing and administrative support."" Points out n ed for topequality supervision 
for word processing centers and suggests that centers could be -affed t 
new peopls« recruited for specific tasks t be performed. 
ISITION ¢ \TION 
3-192 M-Fiche 
Marsl Thomas W, 
Manpower for the human services Monograph number ix; human services generalis 
classification series. springfield, Va. itional Technical Information Service 
1973. 7 pp. (PB~-218-728) 
“The report ves positi title distingu i eatures jualification 
y umal servic reneral clas ific yT er s. Lllustr are ¢ : 
ervice workers 7s! del uman service yrker cl sificati seric trainin 
\ppendice include 1lary grade schedule f I! servic: rker id com 
I irea perso el 1istrator “y 
Perfor x izat Rian Gorwioan Mass yee) 
. - -* 
DUCTLVI 
‘ Id21 a 
JOS ) . 
agement of r vity. ynd ent Publi i 1971. 
é thor |] low! imple formula for isuring efficiency id explain: 
w to tak 1ccount of factors largely ignor by the conventional approach. 
*s examples to show yw thi new concept applied equal! t the orga 
t jhole and to particular parts of it." 
lished for the British Institute of om 
wrence, St 1e. 
Productivit bargaini resurrection or reprieve. Personné eme t. 
rat. J vol. € no. | Jar ry 1974, pp. ~31,. 
he uthor describes the echnique known re Linings exp! 
hy it iled in Britan i t} 1960' ndc i today. I 
t feel that t re cient ré yr trod c t 
right now. 
PROMOTION 
S/I 
Langway, Walter E, 
'Master' designation rewards craftsmansl lp, de Ariz review, 
vol. >, now 12, December 1973, pp. 10ell. 
[The author recommends awarding the title "master employee" to individuals of 
utstanding ability but little leadership talent, instead of promoting them into 
uncomfortable supervisory positions, 
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PROM 


xon, James 


Promotional progress flowchart. Journalof Navy civiliart inpows nage 


/ Tl 72 1 _ 
no. 4, Winter 1973 pp. is-l/. 
Explains the background and development of the Promoti | 


nd Flowchart developed at the Naval Electronics Laboratory Cente Di 


California, to serve a number 





nd | file --( ] , Py = £] _ ; 4 


























Dp i the : “a ‘ ; 
p brochure dé I ins raini é 
used by supervisor and employee. 
LI¢ ADMINIS I 
1 
=i 
f 
elkenes., eor : ° 
he systen ts functions ar — 
P re 308 pp. ie 
the criminal tice svster 
3p per ~ i 5 perat it. ; i. i fic 
na itd ; : ; 
background. lso mentior me of t ewest concept ind ) . | 
mnsidered, 
3-] 
rederickso H. orgs ed. 
mposiutr equit' public Crat Ne I Li ( ti 
vol. 34, no. i, Jd 1-51. 
he symposiuf equity, to iew it criter , 
effectivene il "chr 11C the < i Y erw 
the field to € 11" is pla Sibl¢« icati 
both /the/ ture and direction of change." 
Partial « tents ci equity ar rga ti mot i' 
tional democracy by } 1e1 M. Harm ial 1 i t t r é 
Eugene B. McGregor, Jr.; Social equity and social service prt tivity y tep 
hitwood. 
Harmon proposes an alte ive to the "dominant utilitari remis¢ whic } 
have previously governed public administration. iderin q 
one f the central vali ti discipline 11scu ¢ Johr ’ I I 
of "justice s fairne . whicl he s imp 1 is unequivo¢ t 
internal r tional democracy. 
McGresg é i te the "clash" between the concepts f soci i 
merit in civil ervice »loyment. e f on tw eve yy 
"a subtle change in the ‘doctrine of privilege'" and the Griggs v. Duke Power Co. 
decision, , table lists court cases on public sector racial discriminati ° 
Current emphasis on increasing government productivity neglect basic 


element in providing public services, according to Chitwood. This element i 


social equity, and he suggests some distribu 


tion standards tor measuring it. 


Other essay i the symposuim cover justice and the equitabl:« iministrator | 
iscal federalism, and the delivery of social services. 


i 
[he sociology of public administration. New York, Crane, Russak, 197 78 
Suggests ways in which modern developments in sociology can be applied to the 
study of public administration, Selected chapters: Organisational goals 





and personality; The social backgrounds of higher vil servan 
American Politics and administration; Politics a1 idministrat 


ocal government in Britain and the United States, } 
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2.900 


Johnson, Richard T. 
Management 
bulletin, 


The management p 


Vol. 42, 


‘ AT: 














styles of 


(C 


ont'd) 


f three U.S. 
no. l, Fall 
atterns of 





President: 
1973 


135 


pp. 


Franklin D,. 








t, John | 


*., Kennedy, 


1lumni 


and 


Richard M. Nixon are considered on the asis o ww they organized their staffs 
nd how their approaches affected results. ohnson analyzes three different 
patterns of managemente-the competitive approach, the collegial approach, and 
the formalistic approach--and explains why they have worked in some instances 

ind not in others. 
CRULTMEN 
} l 
ullett, C. Ray. 
[he image of business: view from the campus. ~A.M. advance inagement yu 
vol. 39, no. 1, January 1974, pp. 1-24, 

Reports findings of a survey of opinior yf sample of juniors and seniors 
in four colleges of the Universit E rivi break-outs for business ad- 
linistration students, Juestions related t size of firms, profits and productivi 
social responsibility, and human resourc il tion. Suggests implications of 
negative findings id possible remedies. 
wd e161 .Un4 Se 

S. Department of the Air Force, 
yomparison of volunteer titudes and career motivation amons fficer ane itm 
ired by Nancy Guinn ter [T'raux, Personnel Research 
ce Human R ure: ry. ckland ir Force 5 ¢ é 
(AFHRL-TR-72 2) 
ice t i é r i rme v conducted t discover which i 
\ t € st ppe ] l recrult . Choice yf care r ield iT 1 t 
yi promoti und educat 1 opportunities were some of the in- 
Both officer trainees an i rmeé indicated choice of career field 
r i cent é to sy teer. 
EM( 
-203 
\ikin, Olga. 
question of unfair dismissal. Personr i sement (Gt. Br ye +e no. 
ebruary 1974, pp. 0-23. 

Reports on case law which is bs ng to be built up as result the 

unfair dismissals provisions of the Industri elatior ict. 
ng, G, 

Dismissals in Europe. Personnel management (Gt. Brit.) ¢ ° ebruat 
1974, pp. 38-39, 43. 

"...- Discusses problems which arise from terminating ar ppointment on tl 
Continent and warns that employers could find that suct tep can be far more 
complicated and costly that in the UK," 

2 S T AT / 
e688 N48 9 
f ork (State), Se l £f Industrial and Lab elat ns, Cor niversity. 

b security and public employees, by Jur Weisberger. - haca J 

: I . ole 

. 100 pp. IPE monograph no, 2) 

n analysis of the evolving status of gal protection « job security currer 
rovided for public employees or ll levels « rove rnme tatuts judici ind 
idministrative decisions, and collective irga Pe rocedural problems re ting 
t enforcement rights and predictions of uture rends are also discussed. 
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SUPERVISION 
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Thurley, Keith E. and Hans Wirdenius. 


Supervision: 


a reappraisal. 


London, Heinemann, 


1973. 238 pp. 


This book reports on recent Swedish and British research into the role: 


of supervisors, and their selection and training. The authors discuss curr 

problems and the prospects for change in concepts of supervisi 1eld by manage-# 

ment, trainers and supervisors themselves. 

Published in cooperation with the Swedish Council for Personnel ministration. 

SUPERVISORS 
3219 Le423 42a 
[Thurley, Keith and Hans Wirdenius. 

Approaches to supervisory development, London, institute f Per 1 Manageme 


1973. 94 pp. 
this publication is ... to provide a guide to the approach 
ipproach in applye- 


"The intention of tl 
irgued more fully in the main book/see above/and to test out the 
second object is to present a number 


; : ; 3 
ing it in a number of actual cases. ... A f 
short cases, to indicate the variety of approach possible and some of the implicatior 
of the choice of approach actually made. 


he supervisory problem are discussed briefly. 


Thirdly, a number of general points 
LA) 


about the 
TESTS 
30220 le213 .C88d 
Cronbach, Lee J. and others. 
The dependability of behavioral measurements; theory of generaliz 
scores and profiles, New York, J. Wiley, 1972. 
"This monograph presents a new theory for evaluating the generalizability of 
test scores and profiles, and scores derived from field observation. ... fh 


410 pp. 


book challenges a number of fundamental practices in educational and social re- 
search and in clinical psychological testing, and provides a basis for further 
thought and discussion." 

3022 + > > 

30221 Le 21 / ~Ed8c 


Educational Testing Service. College Entrance Examination Board, 
CLEP scores: interpretation and use, Princeton, N.J., College 
Examination Board, 1973. 43 pp. 

"This booklet of technical information on tests offered by the CollegeeLevel 
Examination Program (CLEP) is intended to assist college and university administrators 
directors of testing, faculty members, and counselors in setting CLEP crediteby- 
examination policies and in evaluating CLEP score results. It 


Entrance 


includes data on the 
score scales, norming populations, validity, reliability, and other aspects of the 
examination." 


TRAINING 





30222 

American Management Associations. 
Management development guide; seminars, courses, briefings plus,.., Maren through 
August 1974, New York, 1974, 256 pp. 

Plus sections on: Inehouse training programs; career development programs ; 
publications; and the continuing education unit. Also, descriptions of meetings 
on personnel, insurance and employee benefits, computer 4nd systems management 
and design techniques, etc. 

Ref Le418 
3-223 Ref. le4l 


Ref, 1e424 -Am29m 1974 


Mar,@Aug. 


e-Am3t 


American Society for Training and Development, Inc. 


Training resources.... Madison, Wisc., 1973. 47 pp. 


Consists of a buyer's guide by state and product and a consultant directory 
with alphabetic and geographic listings. 
developing consultants are also included. 


Criteria for selecting, evaluating and 
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32224 C 
Deneva, Charles C, , 
Career education: what does it mean to ASTD? 


Training and development journal, 
vol. 28, no. 1, January 1974, pp. 18-19. 





Defines career education and points out how members of the American Society 
for Training and Development can promote its development by getting involved in 
specified areas, 


2 


3 225 1e417 ~G86t ' 

Gretler, Armin. ) 

The training of adult middle-level personnel, Paris, Unesco, 1972. 164 pp. 
This report considers occupations and training of middleelevel personnel in 

advanced, semi-advanced and underdeveloped countries. Statistics, trends, laws 

and regulations concerning middle-level personnel are also included. 


) 
3@226 
Hatcher, Thomas F. ) 
Professional development opportunities for trainers. Training and development 
journal, vol. 28, no. 1, January 1974, pp. 8-11. 
Reports on the work of the LongeRange Planning Committee of the American } 
Society for Training and Development on setting up basic critera for quality train- 
ing as a profession and on its threeephase professional development program. j 
30227 
Shantz, Charles E, 
The essentials of word processing training. The Office, vol. 79, no. 2, February 
1974, pe Sl. 
Shantz advocates manuals for each type of machine for the operators, training in 
machines, people, systems, records management and work measurement for the supervisors, 
and training in dictating machine use and in how to dictate for the manager. 
3x 29K M-Fiche 
Sixkiller, Jess, William Bennet and David Lopez. 
Identification and projection of occupational skills and training needs of employers 
in Western Pinal County. Springfield, Va., National Technical Information Service, | 
1972. 71 pp. (COM-7 3-10341) 
Report on the current and projected occupational demand in the central Arizona 
labor market, 
Performing organization: Four Corners Regional Commission, Farmington, N. Mex, 
34229 1d224 -Unl7s No. 159 
U.S. Bureau of Labor Statistics. 
Going back to school at 35, by Anne M. Young. Washington, 1973. 7 pp. (Special | 
labor force report no. 159). 
On October 1972 Current Population Survey revealed that 1.5 million adults 
35 years of age or older were enrolled in or attending school. Twoefifth were 
attending trade or vocational school; three-fourths were also in the labor force. 
Reasons for attending school and type of school are included. 


Reprinted from: Monthly Labor Review, October 1973, pp. 39-42, with explanatory 
note. Reprint 2916. 
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3230 1e425 -P63Au8t 
Auten, James H, 
[raining in the small department, Springfield, I1l1., C. C. 
Book is designed for use of the administrator of 
developing 


Thomas, 1973. 132 pp. 
a smaller police department in 

Topics considered include: the 

training officer, types of training, preparing lessons and determining needs, 


3=231 


J@ 2 


a training program for his department, 


Check out this checklist. Training, vol. 11, no. 2, February 1974, pp. 3436. 


Questionnaire checklist devised by Small Business Administration to assist 


manager/owners of small manufacturing plants in developing training programs. 
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30232 
Cone, William F. | 
Guidelines for training specialists. Training and development journal, vol. 28 
=> / 
no. 1, January 1974, pp. 44-45. . or 
Guidelines for developing new training programs useful to both the new and the 
experienced trainer. 


30233 
- c yf 3 {29 
Havelock, Ronald G. and Mary C. Havelock. 1e418.3 eH29t 
Training for change agents; a guide to the design of training programs in 
- ; ; ; £ s ity fo 
education and other fields. Ann Arbor, University of Michigan, Institute for 
Social Research, Center for Research on Utilization of Scientific Knowledge, 
1973. 249 pp. . . . 
This book is intended for use by change agents and/or those training them in 
developing specialized resource helping and linking roles. Part 1 provides guide- 
lines for the design of programs, while part 2 gives alternative training models. 
The book is designed to orient the reader to training content before beginning to 
- } ring 
set up a program; to serve as a reference to check program components during 
design; and as a checklist for evaluating the program after it is in pane sam. 
. _ » = jnine Clinton, Michigan, 
_ > a ance Age raining, iinet 
Based on the Conference on Educational Change Agent ! 
1970. 


3=234 1e418 -Un35a 

U.S. Civil Service Commission, 
Administration of training. Prepared by The Library. Washington, U.S. Govt. 
Print, 9ff. 126 pp. (Personnel bibliography series no. 51) 

Sections on executive, supervisory and other training programs and on training 
methods and techniques. Includes material received in the Library principally during 
1971 and 1972. Updates Personnel Bibliography no. 41, Planning, Organizing and 
Evaluating Training Programs (1971). 








TRALNING- -EVALUATION 

3-235 

Di Marco, Nicholas. : 
T-Group and workgroup climates and participants’ thoughts about transfer. Journal 
of applied and behavioral science, vol. 9, no. 6, November-December 1973, PP. 757-764, 

"The present study will explore the effect of differences between the climates 

of a T Group and the participant's organizational workgroup on the participant's 
desire to change the workgroup, and his optimism regarding its occurrence, 
subjects were 27 graduate students in business at the University of Missouri at 
St. Louis. 


3=236 





M-Fiche 
Mulford, Charles L, and others. 
Impact of career development program upon local coordinators. Springfield, Va., 
National Technical Information Service, 1972. 127 pp. (AD-758-013) 


Reports on the changes in knowledge, behavior, attitudes, and degree of 
participation in civil defense related activities of 128 graduates of the Office 
of Civil Defense Career Development Program, as a result of their training. 
Performing organization: Iowa State University, Department of Sociology and 
Anthropology. 
30237 M-Fiche 
Showel, Morris. 
An evaluation of alternative programs for training beginning typists in the Army. 
Springfield, Va., National Technical Information Service, 1972. 102 pp. (AD-755-501) 
"The report presents the results of research to develop an improved training 
program for Army typists and the material needed to implement that program. ... The 
effect of selected training variables and training systems was evaluated, and the 
relationship between straight-copy typing and production-copy typing was explored. 
Several alternative revised training programs were field tested, and Suggestions for 
revising the training program now in use were made." 
Performing organization: Human Resources Research Organization. 
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Washington, 
Value 


Model 


(Cont'd) 


~S. Civil Service Commission, 

Training Value Model I. Preparec 
1973 
I predicts the 


lraining, 
(BT-TMS17-11-73) 
economic benefit to be derived 


1e418,.9 


Training 


-Un35tr 


as 


Management 


a 


result of performance improvement brought about by training .e-/and? helps guide 


managerial 


agencies measure the value of training. 


30239 


Hungerland, 


RAINING --METHODS 


Jacklyn 


decisions related 
production problems." It is 


Eugene 


Development and pilot test 


cluster of 


used in developing the training 
orientation, 


individualization 


ind low cost, 


pared as part of 


entry-level 
of 


business occupations 


Performing organization: 


Sponsored by Pacific Grove Unified School 


State Dept. of Education. 


3@240 


Jongeward, Dorothy. 


Everybody wins: 


Addison-Wesley, 
An advancec 
in business, 


analysis ir 


veloped as 


ters deal with TA 
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McGivering, lan, 


vol. 6 


» 010s 
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industry 
Bank of 


seminars 
1 part of 


Chris 


2, February 


transactional 
1973. 323 
book on 


of 


skill 
instruction, 


transactiona 
ind government (part 
experts in the field (part two). 
Airlines, the and Mountain 
for career women," 
her work with 
in selling and in supervision. 


America 


Molander and Gerry Randell. 
Student- centred learning in personnel 


1974, 


Springfield, Va., 
(PB-213-136) 

"The purpose of the project was to develop an instructional model capabl« 
producing high levels of student motivation proficiency, 
A peer-instructional 


motivation, 
~-. A detailed plan for implementation and full 
report." 


on the author's 


with 


Personnel 


N 


and John E. Taylor. 
career-oriented, 
in the office cluster of business occupations. 
Technical Information Service, 


ising 


Research Organization. 


District, Calif., and 


1e425.9 


to organizations. 


the 


high 


evalua 


job 


Nation 


ion 


{~Fiche 


peer-instructional mode] 


11 


offic 


and 


training as a solution to specific 
series of training models to help 


approach was 
elements emphasized were performance 
feedback to students 


ichers 


relevance 


was 


pre = 


California 


-J73e 


Reading, 


Mass., 


wn experiences 


contributions 


Specific chapters are on the use 
In chapter 8, 
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Civil Service 
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"Using 
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The authors discuss an experiment in experiential learning in an occupational 
psychology course offered at Bradford Management Centre in Great Britain. 


the course, 


described. 
30242 


Miller, Ben. 


Closing the gap in the training cycle. 
no. 1, January 1974, pp. 


tool. 


20,23 
Examines the trend toward independent or correspondence study as 
Provides examples of its use and points out its benefits. 


Inter- 
viewing skills were taught in this way and sensitivity training was also part 


The difficulties in this training method for students and staff 


of 


ire 


Training and development journal, vol. 28, 


i management 
Enumerates 


criteria a training professional might use to select programs for integration 


into his training plan. 
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30243 
Suessmuth, Patrick and Marit Stengeis. 
The follow-up question. Training in business and industry, vol. ll, no. 2 
February 1974, pp. 41-42. 
"The follow-up question, or probing, is the way to reap the greatest benefit from 
participation by students. It's also a useful way to handle the bright student." 
i P 
\CATLONS 
3=244 
Galleher, Rick. 
Time off: more vacations, holidays. American federationist, vol. 81, no. 1 


January 1974, pp. 6-11. 

Lists four types of vacation plans developed in negotiated agreements. Cites 
a Bureau of Labor Statistics study which shows the growth in vacations and holi- 
days in union contacts during recent decades. 


WOMEN - - EMPLOYMENT 
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je 245 M-Fiche 





Bergmann, Barbara R. 
The economics of women's liberation, Springfield, Va., National Technical 
Information Service, 1973. 19 pp. (PB-216-415) 
This study presents the economic forces which inhibit providing equal 
opportunities for women for paid work. 
Performing organization: Maryland University, Project on the Economics o 
Discrimination. 


lel54 -C2lo 
Carnegie Commission on Higher Education. 
Opportunities for women in higher education; their current participation, pro- 
spects for the future and recommendations for action; a report and recommendationSs..«. 
New York, McGraweHill, 1973. 282 pp. 
Report concentrates on equality of opportunity for participation of women in 
higher education as students, administrators, faculty members and non-faculty 
academic personnel. Numerous statistical tables and an extensive reading list 


are included. 


3= 24 
Gittes, Betty, Rosalind Pollan and Ann Wolpert. 
When to bite the hand that feed you. Ms., vol. 11, no. 9, March 1974, pp. 
110-113. 


A report on a suit filed by eleven women and a class action suit on behalf of 
220 women who worked for the Boston Redevelopment Authority, changing it with 
six discrimination. The background of the case, and a "how-to" ipproach explain 
how the women won their case more than three years later. 

A chart on pages 103-105 describes major Federal laws and regulations proe 


hibiting job discrimination on the basis of sex. 
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3=248 1e154.9 -H19a 
Hancock, Wilma L. B. 
An analysis of the impact of Federal laws and regulations on opportunities for 
women in management. Ann Arbor, Mich., University Microfilms, 1973. 286 pp. 

An in-depth literature search and a survey of 450 firms were the bases of the 
study. The history of women's rights and women's legal status before and after 
1950 are discussed, as well as the activities of the executive branch that affect 
women, Other chapters are on the nistory of the Equal Rights Amendment and the 
impact of other Federal laws and regulations. Findings were that women's average 
income has declined relative to men's since the 1950's; women are not always hired 
or promoted as readily as men; and women do not always have the same access to 
training and education once they are hired. 

One of the purposes of the study was "to apply the findings to the dual 
problem of the underutilization of women and the shortage of executive talent." 
Doctoral dissertation, Mississippi State University, 1973. Abstracted in 
Dissertation Abstracts International, vol. 34, no. 5, November 1973, p- 2095-A. 





2 249 


Se 
Kaczmar, Olga. 
How women can succeed in business. National business woman, vol. 55, no. 2, 
February 1974, pp. 10-12. 
Six successful women answer questions regarding their experiences in the 
working world and Kaczmar sums up some pointers. 


3 250 


le154.9 -L98a 
Lyle, Jerolyn R. and others, 
Affirmative action programs for women; a survey of innovative programs, Washington, 
U.S. Govt. Print. Off., 1973. 150 pp. 
Report concerning the status of women in private industry contains: research 
Cinsiaen , nic e [ P ae 1 7 ; 
findings on women's economic status; an analysis of selected affirmative action 
programs; a study on differences 


in the occupational standings of women in major 
corporations, 


Sponsored by U.S. Equal Employment Opportunity Commission. 


3-251 
Sassower, Doris L. 
Women and the judiciary: undoing "the law of the Creator." Judicature, vol. 57, 


no. 7, February 1974, pp. 282-288. 

In this article, the author documents the long battle women have waged against 
sex discrimination. In particular, she traces the problems her sex has had in 
pursuit of legal careers and calls for: "passage of the Equal Rights Amendment, 
more women on the bench, and greater sensitivity by judges and legislators to the 
problems of sex discrimination." 


3-252 
Schwartz, Eleanor B. and James J. Rago, Jr. 
Bevond tokenism: women as true corporate peers. Business horizons, vol. 16, no. 6, 
December 1973, pp. 69-76. 
Discussion of traditional male-female relationships, the problems involved in 
the integration of women into corporate management, and policies and actions suggest-~- 
ed for an organization in promoting full acceptance and equality of women in management. 
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3-253 

Smith, Jane G. 
The cakewinner fallacy. Journal of Navy civilian manpower management, vol. 7, 
no. 4, Winter 1973, pp. 28-33. 

Presents evidence that refutes the cakewinner fallacy, that women work to 

support luxuries. States that working women want the same things as working 
men. Examines the careers of a few outstanding women in the Department of De- 
fense and offers a checklist for managers to use to help assure equal opportunity 
for women. 


3-254 1e438 -P63Urlp 
Urban Institute, 
Policewomen on patrol, by Peter Bloch, Deborah Anderson and Pamela Gervais. 
Report of an evaluation by ... for the Police Foundation, Washington, 1973, 
3 Vv 


Contents: Vol. 1, Major findings, first report; vol. 2, D.C. policewomen 
evaluations, methodology and tables; vol. 3, D.C. policewomen evaluation, instru- 


ments. 
"ee This evaluation represents the first major attempt to gather data on the 
performance of women on patrol." It is a study of women in the District of Columbia 


Police Department, Highlights of the study may be found in an article by Patricia 


Marshall, "Policewomen on patrol," found in Manpwer, vol, 5, no. 10, October 1973, 
pp. 14820. 


YOUTH 

3-255 

Peterfreund, Stanley. 
The challenge of the "new breed." Michigan business review, vol. 26, no. 1, 
January 1974. 

Author sees the "new breed" as "the most potent, most productive human resource 
ever available to business and industry" if traditional management responds positively 
to them. Characteristic attitudes of the "new breed,"' trends in hours of work, equal 
employment opportunity, and techniques in managing the "new breed" are discussed. 


3-256 M-Fiche 
Triandis, Harry C., Jack M. Feldman and William M. Harvey. 
Illinois studies of the culturally disadvantaged; job perceptions among black and 
white adolescents and the herdcore unemployed. Springfield, Va., National Tech- 
nical Information Service, 1971. 25 pp. (PB-215-168) 

"An instrument developed and used to measure and compare the job perceptions of 
various black and white social groups gound differences between blacks and whites 
which indicated that job level, job complexity, job variability, and subjective job 
evaluation were basic dimensions of job perception. The groups were working class 
and lower class maladjusted adolescents, hardcore unemployed black adult males, 
and middle-class white female college students. Their ratings of jobs by appropriate- 
ness of descriptors resulted in five job stimulus factors and four descriptive-item 
factors for the analysis." 

Performing organization: LIllinois University Department of Psychology. 











